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ABSTRACT 
Research purpose: This study attempts to explore, first, the direct effects of social support 
on work engagement and burnout and then the moderation effect of social support on the 
relationship between stress on the one hand and burnout and work engagement on the other.  
Motivation for the study: There is a lack of research and literature in the South African 
setting regarding the moderating effects of social support in terms of occupational health 
outcomes. Most studies on moderating effects have been done internationally and South 
African studies focused on direct relationships. The focus was also on the influence of 
different types of social support. 
Research design, approach and method: A quantitative, cross-sectional survey design was 
used. The sample (N=688) was comprised of working individuals aged 18 and older. Data 
were gathered using the DASS-21, the SA burnout scale, Social Provisions scale and the 
Utrecht Work Engagement Scale (UWES-9). Correlations were performed to investigate the 
strength and direction of the relationships between variables. Moderated hierarchical 
regression analyses were performed to test interaction effects. 
Main finding  
The study found that social support (guidance, social integration, attachment, reliable 
alliance, reassurance of worth and nurturance) did not moderate the relationship between 
stress and burnout, or between stress and work engagement. However, it was found that 
regarding the relationship between stress and burnout, social support provisions, namely 
guidance, attachment, reliable alliance, reassurance of worth and nurturance predicted 
burnout, with higher levels of social support correlating with lower levels of burnout. In the 
relationship between stress and work engagement, social support, namely guidance, 
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reassurance of worth, reliable alliance and nurturance, predicted work engagement, with 
higher levels of support correlating with higher levels of work engagement. 
Practical/managerial implications  
The study provided local knowledge regarding the influence of dimensions of social support 
(guidance, social integration, reliable alliance, reassurance of worth, attachment and 
nurturance) on the relationship between stress and burnout on one hand and work 
engagement on the other hand, which has thus far not received research attention in South 
Africa.  
Practically, the current study confirms the relationship between social support and 
occupational health factors (stress, burnout and work engagement). The study shows that the 
type of support is important in enhancing workplace well-being and that it does not have to 
originate in the workplace to be of value at work. Employers and employees should be aware 
of this so that it can be incorporated in supportive programmes and interventions such as 
wellness programmes. 
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CHAPTER 1: INTRODUCTION 
1.1 Introduction  
This chapter provides a background to the study and introduces the variables of 
interest. A problem statement is presented and the objective of the study is defined, along 
with the research questions. Finally, an overview of the layout of the dissertation is provided.  
1.2 Background to the Study 
According to the South African Stress and Health study that was done in 2004, a third 
of the South African population is reported to be dealing with mental illnesses such as stress 
and burnout (South African Stress and Health, 2004). Mental illnesses can cause South African 
organisations to run a loss of a projected amount of 12 to 16 million rand yearly (statistics 
south africa, 2014). A significant portion of the profit lost may occur due to stress, burnout 
and lack of work engagement among employees, which in turn will increase absenteeism and 
presenteeism, mistrust, job dissatisfaction, low organisational commitment and turnover 
(Bloodgood, Bolino, & Turnley, 2002; Saks, 2006). However, these constructs do not only 
have adverse organisational outcomes and implications for organisational profits but also for 
the individual (Cords & Dougherty, 1993). 
Stress is described as anything that poses a risk to an individual’s well-being; stress 
can be seen when the demands of the environment surpass the adaptive abilities of the 
individual (Hassan & Wahed, 2017). A dose of stress is part of everyday life, but research has 
shown high stress levels impact individuals’ physical and psychological health, relationships 
at work, quality of their work, workplace morale and work experiences (Dua, Gillespie, 
Stough,Walsh, & Winefield, 2001). A study done in the medical industry shows that stress can 
lead to overarching mistakes, poor work-family balance and even discourage students from 
2 
 
entering the medical field (Hassan & Wahed, 2017). These complications experienced in the 
long term can transfer to burnout. 
Burnout is a syndrome characterised by increased feelings of resources being 
depleted and not being able to give 100 percent of oneself at work ( Jackson &Maslach, 
1981).  Research has shown that burnout can result in undesirable consequences for the 
individual such as low levels of job satisfaction, high turnover rates, low morale Jackson 
& Maslach, 1981), physical and emotional symptoms such as headaches, low energy, 
stomach complications and chest pain, and individuals will find themselves feeling moody, 
frustrated and frequently feeling overwhelmed (Cords & Dougherty, 1993).  
The life of the individual may also be negatively affected by personal health issues 
such as anxiety, depression, low self-esteem and a negative perspective about life 
(Beheshtifar & Omidvar, 2013; Hassan & Wahed, 2017). This then results in collective 
consequences that can negatively impact the individual’s self-perception, work life, work 
identity and family life (Jackson, Schuler, & Schwab, 1986). Furthermore, it can be 
assumed that burnout will decrease the chances of an employee experiencing work 
engagement ( Bakker &  Hakanen, Schaufeli, 2006).Work engagement represents states of 
feeling constructive, purposeful and motivated of workplace well-being that is made up of 
the following constructs namely, vigour, dedication and absorption (Bakker, Leiter, 
Schaufeli & Taris, 2008). The concept of work engagement first arose from studies 
concerning issues of burnout, namely as a solution to transfer an employee from being 
unwell (such as in burnout) to higher levels of employee well-being (Maslach, Schaufeli, 
& Leiter, 2001). 
In contrast to employees suffering from burnout, engaged employees are 
characterised by being energetic, having a productive relationship with work and coping 
with the demands of the job (Bakker et al., 2008). Lack of work engagement results in 
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implications for the individual such as lack of trust in the organisation, low commitment 
to their employer, low performance, little to no relationships at work and low personal and 
organisational goal attainment. Attridge (2009) differentiates between engaged and 
disengaged employees, emphasising significant differences in organisation financial 
performance, communication and task performance.  
Social support can be seen as a resource that improves the overall well-being (work 
well-being and psychological well-being) of the employee (Cohen & Wills, 1985). 
Orgambídez-Ramos and De Almeida (2017) found that co-worker support acted as a buffer 
between work engagement and job satisfaction, although they found no such moderator 
effect for supervisor support. 
In an attempt to create a buffering model regarding social support, Cohen and Wills 
(1985) have found evidence that defines social support as a resource needed to aid the 
individual in stressful situations. A study concerning student burnout proved that support 
from friends would act as a cushion for the adverse consequences of burnout (Dodd & 
Jacobs, 2003).  
Social support has been found to act in three ways, first, to reduce strain (response 
to stressors), secondly, to remove the strength of the stressor and, thirdly, to alleviate the 
effects of stressors on strain (Fisher, Sanchez & Viswesvaran, 1999).  Viswesvaran and 
colleagues (1999) also show that social support acts as a moderator and not a suppressor 
of stress. Most workplace studies investigated social support from a source-of-support 
perspective (e.g. supervisor and collegial support). Very few studies have studied the 
impact of forms of social support on work engagement and burnout, regardless of where 
the social support emanates from. The current study aims to emphasise and examine social 
support in terms of its provisions and how each provision can impact the individual, 
therefore shifting focus from the origin of social support to the facets of social support 
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instead and how that impact burnout and work engagement in an individual. In other words 
whether the individual provisions of social support has an impact on stress, burnout and 
work engagement in an individual  Once support is defined in terms of its functions, it 
becomes possible to generate hypotheses concerning the psychological processes through 
which social support impacts the individual. 
For example, according to Weiss (1974) the impact of social support can be 
examined through the provisions of social support, which echoes what individuals receive 
from their relationships with others and will reflect what we would obtain from 
relationships with other people. The six provisions include “guidance (advice or 
information), reliable alliance (assurance that others can be counted on in times of stress), 
reassurance of worth (recognition of one’s competence), attachment (emotional closeness), 
social integration (a sense of belonging to a group of friends), and opportunity for 
nurturance (helping others)” (Cutrona & Russell, 1987, p4). 
Studies such as ( Frese & Gielnik, 2014; Bender, Lombardi & Murray, 2012; 
Vermaas, 2010 ) confirm and portray social support as a moderator on various relationships 
between different constructs, for example, stress and psychological well-being, stress and 
adjustment in university and work stress and psychological dysfunction.  
The current study is framed within the enhanced drive model. The model portrays 
a moderation effect on the relationship between work demands/ work resources and health 
outcomes (Mark & Smith, 2008). In the model, the current study is interested in the 
portrayed moderation effects and the portrayed direct effects. The current study is utilising 
the model to explain and frame how stress effects an employee health and how stress 
moderates the relationship between work demands and health outcomes (Mark & Smith, 
2008) 
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1.3 Problem Statement 
There is a lack of research and literature in the South African setting regarding the 
moderating effects of social support. Most studies on moderating effects have been done 
internationally and South African studies focused on direct relationships (Barkhuizen & 
Rothmann, 2008, Storm & Rothmann, 2003). Furthermore, no studies in South Africa, in 
particular, could be found that investigated the moderating effect of the forms of social support 
proposed by Weiss (1974), in the relationship between stress on the one hand and work 
engagement and burnout on the other.  
1.4 Objective 
This study attempts to explore the direct effects of social support on work 
engagement and burnout and, more specifically, the moderation effect of social support on 
the relationship between stress on the one hand and burnout and work engagement on the 
other. This will be done by investigating the six forms of social support identified by Weiss 
(1974), namely guidance, reliable alliance, reassurance of worth, attachment, social 
integration and nurturance.  
1.5 Research Questions 
The study investigates the following five specific research questions: 
1. Does social support (guidance, reliable alliance, reassurance of 
worth, attachment, social integration and nurturance) have a significant direct 
effect on burnout? 
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2. Does social support (guidance, reliable alliance, reassurance of 
worth, attachment, social integration and nurturance) have a significant direct 
effect on work engagement? 
3. Does social support (guidance, reliable alliance, reassurance of 
worth, attachment, social integration and nurturance) moderate the relationship 
between stress and burnout? 
4. Does social support (guidance, reliable alliance, reassurance of 
worth, attachment, social integration and nurturance) moderate the relationship 
between stress and work engagement? 
1.6  Layout of Dissertation 
 Chapter 2 provides an overview of the literature relevant to the current study. 
Findings related to well-being, mental illnesses, stress, burnout, work engagement, social 
support and social support as a moderator and the relationships among these variables are 
presented. Chapter 3 addresses the method utilised in the study. The design of the study is 
explained, as well as the research procedure, sampling, data collection, statistical analyses 
and ethical considerations. Following this, Chapter 4 presents the results of the study. A 
discussion on the findings of the study is provided in Chapter 5. Finally, Chapter 6 presents a 
broad overview of the study, the key findings, the implications of these findings, the 
limitations of the study and recommendations for future research.  
1.7  Summary 
This chapter provided an introduction and a broad background to the study. All the 
variables relevant to the current study were introduced and briefly discussed. In addition, the 
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chapter introduced the problem statement and clearly defined the research questions. 
Following this, an overview of the layout of the dissertation was provided. 
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CHAPTER 2: LITERATURE STUDY 
2.1  Introduction 
The previous chapter provided a broad background to the study and introduced the 
research problem. This chapter first provides the theoretical framework within which this 
study is framed. Then an overview of the current literature in terms of the variables of 
interest in the study is presented. Findings relating to the effects of stress on burnout and 
work engagement and the moderating effect of social support in the relationship between 
workplace variables are discussed.  
2.2  The Enhanced DRIVE Model 
Despite being criticised for being more complex than other models, the Enhanced 
DRIVE model benefits the current study by simplifying the complexities of the individual’s 
stress process in the workplace. This model can explain the possible individual impacts as a 
consequence in the relationship between the environment (workplace) and the outcome 
(Mark & Smith, 2008). The model also adds the dimensions of perceived stress, meaning a 
stressor will only be perceived as a stress if the individual subjectively experiences the stress 
(Mark & Smith, 2008). Therefore, the above model could benefit the study by describing 
how individuals subjectively feel about their exposure to potential psychosocial stressors. 
In the model, perceived stress is theorised to be the tool to show how workplace 
psychosocial demands influence health outcomes. It is important to note that potential 
stressors would not be deemed as stressful and potentially lead to negative health outcomes if 
the individual does not perceive the stressor as stressful. 
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In terms of the enhanced drive model, the current study frames stress as ‘perceived 
job stress’, social support is framed as ‘individual characteristics and personal resources and 
demands’ and burnout and work engagement are framed as ‘health outcomes and job 
satisfaction’.  
 
 
 
 
 
 
 
 
Figure 2.1 Adapted enhanced drive model (Mark & Smith, 2008, p. 24) 
2.3  Defining Well-being 
Well-being is a comprehensive concept that is multifaceted and that involves the daily 
functioning and experiences of the individual (Ryan & Deci, 2001). An accepted definition of 
well-being is the consideration of social, situational and personal factors that are vital to 
guarantee individuals are working at their optimum psychological functioning (Ryff, 1989). 
Well-being is also the idea of equilibrium and fluctuating balance between challenges and 
resources (Daly, Dodge, Huyton, 2012).The World Health Organisation (WHO) defines 
Individual characteristics and personal resources and demands 
(su 
 
Perceived job stress 
Health outcomes and job satisfaction Work Demands & 
Resources 
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health as “a state of complete physical, mental and social well-being and not merely the 
absence of disease or infirmity” (World Health Organization, 2006, p. 1). 
Well-being can be seen as an overarching construct that comprises many optimistic outcomes 
such as life satisfaction (Bonett & Wright, 2007), work-life satisfaction (Zapf, 2002), 
physical wellness (Huppert, 2009), mental wellness (Bliese, Edwards & Sonnentag, 2017), 
work-life balance and family balance (Song & Xu, 2016) . Good employee well-being stems 
from various combinations of resources such as physical health, economic health, work-home 
balance, work environment health and psychological health, which can all be aided by the 
organisation in the form of wellness programmes (Baun, Berry & Mirabito, 2010).  
Low levels of well-being can negatively affect the functioning of the individuals with 
consequences such as low social interaction, being less engaged in their life and an increased 
risk of mental illnesses such depression, anxiety and stress (Huppert, 2009). This, in turn, 
negatively affects the organisation with outcomes such as low commitment, high absenteeism 
and presenteeism and high turnover (Danna & Griffin, 1999). Employee unwell-being can be 
caused by various factors at such as a toxic workplace, no work-life balance, toxic leadership, 
lack of social support, stress and burnout, work overload and unrealistic work demands (Day 
& Kelloway, 2005). 
Research studies ( Dagenais-Desmarais & Sovie, 2016; Deci & Ryan, 2001; Ryff & 
Singer, 2008) distinguish between two approaches to understanding well-being. These are the 
hedonic approach, which emphasises contentment and viewing well-being as the attainment 
of contentment and avoiding discomfort; and the eudaimonic approach, which emphasises 
finding purpose and self-actualisation and viewing well-being as the extent to which a person 
can function optimally. 
Ryff (1989) describes well-being as human flourishing, also stating well-being is not 
as simple as just finding happiness, but it is “the striving for perfection that represents the 
realisation of one’s true potential” (Ryff 1995, p. 100). Thus leading to the distinct construct 
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of psychological well-being, which presents a multifaceted view of psychological well-being 
(Ryff & Singer, 2008). 
2.4  Defining psychological well-being 
The WHO defines psychological health as “a state of well-being in which the 
individual realises his or her abilities, can cope with the normal stresses of life, can work 
productively and fruitfully and can contribute to his or her community” (WHO, 2003, p.1). 
Psychological well-being can be further understood in light of the eudaimonic approach 
mentioned above. The eudaimonic approach views psychological well-being as factors such 
as optimal levels of working, finding meaning and developing towards self-actualisation as 
an end goal (Diener 1999). Ryff (1989) created a model, which allows the measurement of 
psychological well-being. This model breaks down the construct into six dimensions, namely 
a sense of job role freedom (autonomy), the ability to efficiently manage surroundings 
(environmental mastery), being able to seek opportunities to personally grow and develop 
(personal growth), obtaining high quality relationships (positive relations with others), the 
ability to find meaning in the person’s life (purpose in life) and positive appraisals of the 
individual’s own past life (self-acceptance). 
Importantly, Huppert (2009) points out that psychological well-being does not mean 
that one feels good all the time, but to be able to experience both negative emotions and 
positive emotions, which is necessary for long-term well-being and health in the workplace 
(Huppert, 2009).  
2.5  Well-being in the workplace 
Spence (2015) describes a workplace that genuinely reflects workplace well-being, in 
terms of six dimensions. These are physical health (safeguarding employees against 
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sicknesses), mental health (efficiently dealing with work-related stress or work-related 
trauma or crisis’s), financial well-being (offering financial guidance and security ), career 
well-being (ample opportunities to grow and develop in one’s career), social well-being 
(building the foundations to create relationships at work) and, finally, environmental well-
being (providing an environment that enables optimal functioning of the employee). 
Employee engagement and attitudes have been thoroughly related to psychological 
well-being. Bakker (2009), for example, found that engaged employees will likely state that 
they have positive feelings or are psychologically healthier. Another study makes similar 
connections between psychological well-being and performance, engagement and job-related 
attitudes (Birch, Cooper & Robertson, 2012). 
As stated by Gabriel (2000), the workplace is a great place to educate and increase 
awareness about mental health in the office and the difficulties of not tending to the issues 
This will help prevent mental issues in general.  
2.5.1 Antecedents of workplace well-being 
Employees are exposed to many cognitive, emotional and physical demands from the 
workplace and having autonomy, more responsibility, partaking in decision making and 
social support can promote employee well-being (Cooper & Robertson, 2014).  Personality 
and personality is one of the most influenctial predictors of high levels of well-being, thus 
strongly associated with how well employees function psychologically at work (Huppert, 
2009).  
Lyubomirsky and her colleagues found that specific events that employees have 
control over will yield positive consequences on psychological well-being and levels of 
happiness (Diener, King & Lyubomirsky, 2005). They differentiated the activities into three 
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categories: (a) cognitions (how they process experiences); (b) behaviours (how they behave 
towards other, for example being kind); and (c) motivations (having goals in place, which 
portray their values).  
Other antecedents of workplace well-being include low levels of stress (Smollan, 
2015), controlled amounts of job demands(De Almeida & Orgambidez-Ramos, 2017) and the 
ability to form high-quality relationships at work (Dutton, Heaphy & Stephens, 2012). 
2.5.2 Consequences of workplace well-being 
Employee engagement, attitudes, performance and positive emotions have been closely 
linked to psychological well-being and better psychological health (Robertson et al., 2012). 
Furthermore, there has been clear evidence that there are long-term benefits connected with 
improved psychological well-being levels, for example improved mental health and physical 
health, better psychological resources, an optimistic outlook, better levels of resilience and 
better coping strategies (Avey, Luthans, Palmer & Smith, 2010; Cooper & Robertson, 2014).  
Other studies have emphasised the organisational benefits linked with improved levels 
of employee psychological well-being, such as productive performance, high-quality 
customer service and low turnover rates (Harter,  Hayes & Schmidt, 2002). Well-being 
cannot be discussed without mentioning that well-being includes the absence of mental 
illnesses (Ryff, 1989). Mental illness is likely to have an negative effect on employee well-
being and the following sections explore this notion in greater detail. 
2.6 Defining mental illness 
Mental illness is a wide-ranging term which covers a vast group of illnesses, such as 
stress, depression and anxiety (Gabriel, 2000). Mental illness is regarded as health issues that 
will have a substantial impression on the person’s functioning areas such as emotional 
intelligence, cognitive processes and interactions with other people (Henderson, Little, 
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Thornicroft & Williams, 2013).Employees with a mental illness will have a lower working 
ability or functioning compared to employees without a mental illness (Keyes, 2005). 
Globally, three out of ten leading sources of ill health in individuals amongst the ages 
of 15 and 44 are mental illnesses (Hassan & Wahed, 2017).Amongst the National Health 
Service employees in the United Kingdom, 20% of long-term absences and early retirement 
has been because of mental illnesses (Henderson et al., 2013). Within the South African 
population, individuals have a higher risk of mental illnesses, such as stress owing to various 
factors such as political violence, high crime rates and unemployment, with much of these 
still stemming from the anti-apartheid struggle (Kessler, 2009). These factors include pre-
apartheid racial policies, political violence and victimisation (Kessler, 2009). 
2.7  Stress in the workplace 
According to Lazarus (1990), stress stems from perceived threat, harm or challenges 
in an individual's environment. Stress is a complex, continually changing system of different 
factors where there is a constant overlap between the factors of outcomes and regulators of 
stress (Dua et al.,  2001).  In the workplace, reduced quality of work and lower standards are 
initially consequences of stress that, over time, becomes sources of stress (Gillespie et al., 
2001).  
Symptoms of stress for the individual include fatigue, stomach issues (constipation 
diarrhoea, nausea, and constipation), pains, chest pain, moodiness, aches sleeping issues, 
unstable heartbeat, aches, pains and tense muscles (Carlson & Garland, 2005).). Stress can be 
considered a negative physiological and psychological condition that is caused by a mixture 
of external and internal stressors that reduce the individual’s coping ability.  Karasek et al., 
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(1998) identifies five groups where stress can arise from, namely, job insecurity, lack of 
social support, lack of decision latitude, psychological demands and physical demands. 
According to the Australian Psychological Society (APS), three types of stress can 
affect the individual. First, acute stress refers to the brief reaction to specific demands from a 
current situation. Secondly, individuals will then experience episodic acute stress when they 
are exposed to acute stress almost every day; episodic acute stress can be due to a series of 
repetitive stress occurrences, for example, a toxic workplace where stressful situations and 
conflicts occur every day. Some individuals will have the tendency to stress and interminably 
worry about stressful events that might occur, therefore, causing them to have episodic acute 
stress. Thirdly, chronic stress, which refers to an ongoing cycle of demands and pressures that 
seem to never end; this type of stress is considered very harmful to an individual’s physical 
health and mental health.  
Regarding prevalence globally, stress is the leading cause of ill health amongst the 
ages of 18 to 22 (World Health Organization, 2003). In a study on medical students, stress is 
the leading cause of why students decided to discontinue their studies (62.5%) (Hassan 
&Wahed, 2017). Regarding South African prevalence of stress, it is similar to the results of 
international data, in that most reported cases of stress are considered to be moderate to mild 
(77.1%) rather than serious levels (Kessler, 2009). However, unmanaged stress can increase 
and become of clinical concern and therefore the experience of stress cannot be neglected or 
ignored. 
2.7.1 Antecedents of stress 
South African workplaces have been burdened by mental illnesses such as stress, 
which stems from the organisation’s lack of interest in the well-being of the employee 
16 
 
(Barkhuizen & Rothmann, 2008). Stress in the workplace is typically the result of work 
overload, which leads to feelings of being overwhelmed and over-challenged (Avey et al., 
2010). Causes of stress can be grouped into two broad groups, first, extra organisational 
stressors, which are stressors from outside the workplace, which make up 32% of the overall 
stress experienced by an employee such as climate (temperature of the workplace), economic 
(financial) and family (employees spend much time in their jobs and felt stressed and upset 
because of the little time they had to spend with their families) pressures (Bhatti, 2010). 
Secondly, there are intra-organisational stressors, which are stressors coming from inside the 
organisation and this makes up 67% of overall stress experienced by employees.  
These stressors are not always visible nor do the employees know from where the 
stress originates (Bhatti, 2010). These could include first, leadership (this involves the type of 
relationship they have with their superiors, having a depraved relationship or no relationship 
at all can cause stress), secondly, company policies and recognition ( these policies include 
all rules and regulations concerning jobs having very strict policies or having very vague 
policies can cause stress), thirdly, working conditions (this involves the kind of environment 
in the workplace and how it affects their work) and, finally , work overload can be seen as a 
source of stress (this is in regards to the types of work and if the employee has the capability 
to do the work) ( Bhatti, 2010 ; Curran, Knapp & Mcdaid, 2005; ;Gillespie et al., 2001). Once 
stress has been brought into the workplace by the above antecedents, a ripple effect is 
created, which will have an impact on both the individual and organisations (Cropanzano, 
Grandey, Howes & Toth, 1997; Gillespie et al., 2001; Hassan & Wahed, 2017). 
2.7.2 Consequences of stress 
The literature has grouped consequences into two broad groups, namely professional life and 
personal life consequences (Gillespie et al., 2001). In individuals’ professional lives, they 
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experience negative impacts on their daily functioning such as poor work relationships, 
withdrawal from the work role, inadequate performance and low commitment , ambiguity in 
the role and work-life imbalance (Cropanzano et al., 1997). Exposure to ongoing stress over a 
long duration of time not only leads to burnout (Edelstein, Northrop & Woodhead, 2016; 
Leiter, Maslach & Schaufeli, 2001) but will lead to a decreased likelihood of experiencing 
work engagement as well ( Bakker, Kompanje, Van Mol, Nijkamp & Schaufeli, 2016).  
 In the employees’ personal lives, they have reported that stressors originating from the 
workplace seep into their personal lives and result in issues such as physical health problems, 
psychological health problems such as depression and anxiety, strained personal 
relationships, aggression, mental fatigue and reduced quality of life (Gillespie et al., 2001; 
Hassan & Wahed, 2017). One of the most dire outcomes of high levels of stress is burnout 
(Ashforth & Lee, 1996). 
2.8  Defining Burnout 
Burnout is defined as a psychological syndrome that is experienced in response to 
constant job stress, which involves the accelerated feelings of emotional exhaustion (Ashforth 
& Lee, 1996;Jackson & Maslach, 1981; Leiter & Maslach, 2003;). Emotional exhaustion 
occurs when the employees’ resources are exhausted and employees feel like they cannot 
function at work (Jackson & Maslach, 1981). 
 Exhaustion denotes the individual’s experience of stress and the degree to which the 
individual feels overwhelmed and that emotional and physical resources are depleted 
(Jackson Maslach, 1981). Cynicism involves interpersonal factors such as being harsh, cold-
hearted, doubtful and not being able to trust anyone (Leiter & Maslach, 2003). The self-
evaluation facotrs of burnout can lead to a decreased personal accomplishment and feelings 
of ineptitude and deficiency of accomplishments at work (Leiter et al., 2001). The sources of 
burnout can come from many places, but organisations seem to be the primary source of 
burnout. In terms of the current study, burnout is defined by three constructs, namely fatigue 
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(physical component), cognitive weariness (cognitive component) and emotional exhaustion 
or withdrawal (emotional component) (Asiwe,Hill & Jorgensen, 2014).  First, fatigue refers 
to physically feeling weak and tired; secondly, emotional exhaustion denotes to feelings of 
being weak, and cognitive weariness refers to feeling mentally tired, which affects cognitive 
processes (Melamed & Shirom, 2005).Burnout will be operationalised as defined by Asiwe, 
Jorgensen and Hill (2014).  
2.8.1 Organisational determinants of burnout 
Organisational causes of burnout include factors such as work or task overload, dense 
deadlines, emotionally draining tasks, role conflict, task ambiguity and stressful events or 
incidents (Ashforth & Lee, 1996; Leiter & Maslach, 2003). Other studies have suggested that 
job type can cause burnout, for example, jobs with high levels of human interactions or care 
of people are closely linked to burnout (Ibaraki, Miyake, Ohida, Takeda & Yokoyama, 2005; 
Kinman, Strange & Wray, 2011) 
2.8.2 Individual determinants of burnout 
Research has suggested that individualistic aspects such as sex, race, age, marital 
status and even educational levels can lead to the individual being more at risk of burnout 
(Leiter et al., 2001)It has become apparent that personality traits will influence how 
individuals cope with stressful situations,  and are indeed predictors of job burnout (Lamb, 
2009). Personality traits include extraversion (enjoys and gets their energy from being around 
people), conscientiousness (refers to how a person controls, regulates and directs their 
impulses. ) and neuroticism (denotes to the degree to which a person continuously 
experiences the world as distressing threatening and harmful) (Kim, Shin & Umbreit, 2018; 
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Lamb, 2009). Individuals coming into the workplace with unrealistic, invalid or idealistic 
expectations can be more vulnerable to burnout ( Leiter et al., 2001). 
2.8.3 Impact of burnout on the organisation 
Burnout has negative consequences for the organisation including poor customer 
service, high job turnover rates, increased absenteeism, presenteeism and poor performance 
(Jackson & Maslach, 1981; Leiter & Maslach, 2003). Lack of job satisfaction and 
organisational commitment can be manifestations of burnout (Abedi, Oreizi, Salahian & 
Soltani, 2012).  
Job burnout may have adverse consequences on work health and safety, such as not 
being able to respond within reasonable time; lack of focus while operating heavy equipment; 
becoming violent or easily frustrated at work; and lost time due to recovery from burnout 
(Stevenson, 2017).  
2.8.4 Impact of burnout on the individual.  
Adverse consequences of burnout for the individual include loss of passion, 
frustration, cynicism and feeling inclined to give their bare minimum to reserve their 
resources (Leiter & Maslach, 2003). Regarding health, Maslach et al., (2001) states that 
burnout is indeed a mental illness, especially when observing the adverse effects of burnout 
on the individual which can result in anxiety, depression and low self-esteem. 
Burnout has negative influences on the individual’s life in most aspects. It may have a 
negative impact on the individual’s personal relationships and can cause a person to adopt a 
negative outlook on life. Emotional exhaustion can be considered to have the most influence 
on the employees’ psychological health. It has been found that burnout in the workplace can 
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be contagious amongst employees and has been associated with an adverse overflow to their 
personal lives, affecting how they function in their personal capacity (Burke & Greenglass 
2001). 
2.9  Defining work engagement 
The word engagement refers to engrossment, commitment, desire, captivation, 
narrowed effort, excitement and energy, emotional commitment and involvement in an 
activity. Kahn (1990, p. 694) describes personal engagement as “the harnessing of 
organisation members’ selves to their work roles; in engagement, people employ and express 
themselves physically, cognitively, and emotionally during role performances.” Rothbard 
(2001) defines work engagement as a psychological experience breaking it down into two 
important constructs, namely attention and absorption. Attention refers to the mental 
processes and the sum of time the employee devotes to a job role or task, and absorption 
refers to the process of becoming completely captivated by a role. 
A widely accepted definition of work engagement is given by Schaufeli, Salanova, 
Gon Alez-no and Bakker (2002, p. 74), namely that it is “a positive, fulfilling, work-related 
state of mind that is characterised by vigour, dedication, and absorption.” Vigour is described 
by increased levels of energy and psychological resilience, determination to give one’s best 
effort to work and perseverance despite challenges (Schaufeli, 2012). Dedication refers to 
increased levels of emotional engrossment in one’s work (Burke, Fiksenbaum & Koyuncu, 
2006). Finally, absorption refers to being completely wrapped up in one’s job role or tasks 
(Saks, 2006). Work engagement is encouraged and stimulated by the work environment 
(Schaufeli, 2012). For the current study, work engagement will be operationalised as defined 
by Schaufeli (2012) 
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2.9.1 Determinants of work engagement.  
Determinants of work engagement include work features such as skill variation, task 
identity, independence, task importance and feedback (Hackman & Oldham, 1980), rewards 
and recognition and how the individual perceives the fairness of how resources are 
distributed within the organisation(Saks, 2006) and percieved support from the organisation 
(Kahn, 1990). 
An important determinant is the connection between work engagement and leadership 
(Ghadi, Fernando & Caputi, 2013).  The importance of good leadership in making the most of 
work engagement is increasingly becoming salient (Denning, 2013). Leadership styles such 
as transformational leadership will help in particular in emergence and maintenance of work 
engagement in the workplace.  
Another possible determinant is the initiative of the employee, in other words, the 
employee’s ability to take control and make changes to their own job. A common method of 
taking control of one’s job is job crafting. Wrzesniewski and Dutton (2001) define job 
crafting as the changes that a person makes in terms of his/her job tasks or the boundaries of 
his/her interpersonal relationships.  Physical changes relate to changes in the job in terms of 
its form, the extent of it and the number of tasks associated with it. Cognitive changes relate 
to discernment of one's job. 
2.9.2 The positive influence of work engagement on organisations 
Work engagement positively influences organisational citizenship behaviour, job 
satisfaction , turnover and organisational commitment and (Saks, 2006). An organisation that 
ensures work engagement will have a more positive and productive culture, which will retain 
top talent and attract top performing employees to the organisation (Rich & Crawford, 2015).  
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2.9.3 The positive influence of work engagement on the individual 
Engagement is linked to high levels of freedom in work tasks, higher intrinsic 
motivation, being more likely to use and provide social support, decreased role ambiguity, 
personal growth and taking pride in one’s contribution to the organisation ( Leiter & 
Maslach, 2003; Leiter et al., 2001) . 
Engaged employees also reap the benefits thereof outside the work environment, 
including higher levels of general life satisfaction and improved work-life balance (Maslach, 
Schaufeli & Leiter, 2001). 
2.10  The link between stress and burnout 
Stress and burnout have been shown to have a positive relationship with each other, 
meaning that an increase in stress will increase the likelihood of experiencing burnout 
(Bakker et al., 2008; Chenoweth, King & Lloyd, 2002; Hallum & Schwarzer, 2008; Lamb, 
2009) . It is apparent that stress is an important indication of private, job and customer-related 
burnout in employees (D’Souza, Egan & Rees, 2011). Furthermore, burnout is considered the 
result of continuous chronic stress (Ashforth & Lee, 1996). 
 Studies suggest that stress levels can help determine the volume of exhaustion 
(physical and psychological) experienced by the employee (Chenoweth et al., 2002; D’Souza 
et al., 2011). Burnout is linked to work-related stress in a couple of studies, representing the 
snowballing response to a continuously stressful work environment (Cordes & Dougherty, 
1993). In contrast, other studies state that burnout is not a consequence of stress rather a 
response to dangerous exposure to extreme and unmediated stress (Maslach, 1981).  
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Burnout can be seen as different from stress because burnout has more to do with the 
psychological destruction and the societal and mental outcomes of this long-term exposure to 
stress, whereas stress has to do more with responses to stressful events (Leiter & Maslach, 
2003). An essential occupational well-being outcome that has been shown to correlate 
negatively with burnout is work engagement (Bakker, Hakanen & Schaufeli , 2006). 
2.11 The link between work engagement and stress 
High levels of work engagement have been linked to decrease in stress levels and 
perceptions of stress (Van Mol et al., 2016). A number of studies have shown that job 
stressors such as emotional demands and role stress can lead to outcomes such as exhaustion 
and low job satisfaction.  This, in turn, can lead to disengagement. (Bakker & Demerouti, 
2011; Bakker Schaufeli, 2004; Bakker et al., 2008; Padula et al., 2012). Findings of these 
studies confirm that when stress is present an employees’ work engagement will decrease. 
It was also found that highly engaged employees will experiences lower degrees of 
stress compared to employees with medium to lower degrees of engagement; this finding 
could be due to the fact that employees with higher levels of engagement may have better-
coping skills (Padula et al., 2012). Another possible reason for this finding is that employees 
who are highly engaged are fully immersed in their work and have higher levels of passion, 
enthusiasm and energy, and therefore may not view their jobs or work life as stressful ( 
Tillman, 2017). However, even the most resilient individuals that are exposed to high levels 
of stress would eventually gravitate further away from positivity and experience lower levels 
of commitment and work engagement (Bakker, Benoit, Kompanje, Van Mol & Nijkamp, 
2015).  
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One of the variables demonstrates to be related to burnout, stress and work 
engagement, and that can have a positive influence on it, is social support (Cobb, 1976; 
Chambel, Lorente, Martinez & Vera, 2016; De Almeida & Orgambidez-Ramos, 2017; Dodd 
& Jacobs, 2003). 
2.12  Defining social support 
Social support can be seen as the evidence leading the individual to trust they are 
loved, cared for and appreciated by someone inside their social system (Cobb, 1976). 
Shumaker and Brownell (1984) define social support as the process of exchange between two 
people (giver and receiver) with the intention of increasing the well-being of the receiver. 
Perceived social support is considered the mental evaluation of being securely connected to 
others (Barrera, 1986). Social support in the workplace can help employees in many ways 
such as through addressing work-related stressors, allowing for healthy coping strategies and 
developing the employee’s overall well-being (Hochwalder, Lisspers & Sundin, 2011). 
Weiss (1974) breaks down social support into six different provisions that may be 
gained from a specific relationship but numerous provisions may be attained from the same 
person. These requirements are proved essential for the individual to feel sufficiently 
supported and to reduce the amount of stress experienced (Cutrona & Russell, 1987). Weiss 
has divided the provisions into two broad groups, namely assistance and non-assistance. 
Assistance refers to the provisions related to problem-solving such as guidance (advice 
received from valued people in one’s life) and reliable alliance (assurance to be depend on 
other individuals). Non-assistance provisions have positive or reducing effects on stress, do 
not try to solve the problems, but help through the cognitive processes that aid the individual 
to cope better   across all levels of stress (for example, improvement of self-efficacy which 
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influences attribution processes). Non-assistance provisions include attachment (a sense of 
emotional security), social integration (sense of belonging to a group), reassurance of worth 
(recognition of competence and value) and nurturance (sense of responsibility for the well-
being of another) (Cutrona & Russell, 1987). For the current study social support will be 
operationalised as defined by Weiss (1974). 
Social support helps or improves the overall well-being of an individual, it allows for 
predictability, stability, better coping strategies, increased self-esteem and self-worth and 
thus, increasing confidence (Cohen & Wills, 1985). Social support negates the negative 
impact of burnout, depression and anxiety (Cohen & Wills, 1985; Coyne & DeLongis, 1986; 
Dahlem, Farley, Zimet & Zimet, 1988).Social support acts as a shielding barricade against 
the harmful effects of long-term stress while promoting employee well-being (Coyne & 
DeLongis, 1986).  
2.12.1 Social support and stress.  
Studies have found that social support can positively influence stress irrespective of 
the intensity of stress experienced (Cohen & Wills, 1985; House, Landies & Umberson, 
2011). The inverse is true as well − a lack of social support in an individual’s life can cause 
stress. Social support can influence stress in two ways. First, social support has an influence 
on two different phases of a stress experience, namely the stressful event itself and the 
response to that stressful event (Cohen, 1988). In other words, social support can provide 
resources to the individual to aid him/ her endure stressful occurrences or perceive the 
stressful event in a better light, thereby altering the stress response to the stressful event. 
Secondly social support is a possible way to lessen the negative outcomes of stress, by 
dropping the alleged risk of the problem, by relaxing the neuroendocrine system to allow the 
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individual to be less reactive to perceived stress, or by teaching helpful coping strategies 
(Cohen,1988). 
2.12.2 The link between social support and burnout 
Social support is related to reduced burnout. The higher the presence of social 
support, the less emotional exhaustion and depersonalisation is experienced and the better a 
sense of personal triumph is experienced (Constable & Russell, 1986; Kim et al., 2018) 
Chenoweth,, King & Lloyd and 2002) . A study done on teachers found that the provisions of 
social support (guidance, reliable alliance, reassurance of worth, attachment, social 
integration and nurturance) act as a protective layer from burnout. In addition, after 
controlling for demographic characteristics, they found that reassurance of worth was the 
most strongly related to burnout, where all subscales for burnout (emotional exhaustion, 
depersonalisation and personal accomplishment) were significantly related to this particular 
provision (Cutrona & Russell, 1987). 
Other authors found a negative correlation between  social support derived from 
sources such as job growth opportunities (i.e. control, inclusive decision making and 
independence) and reinforcement contingencies (Burke & Richardsen, 1993; Cordes & 
Dougherty, 1993).  
Constable and Russell (1986) discovered that social support from supervisors was 
only meaningfully connected to the exhaustion dimension subscale of burnout (Constable and 
Russell, 1986). In the same study, the authors found no significant relationship between 
social support from other sources (such as friends, co-workers and family) and burnout. 
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2.12.3 The link between social support and work engagement  
 Studies  have shown that receiving support from  their fellow colleagues can increase 
the occurrence or experience work engagement (Padula et al., 2012; Orgambídez-Ramos & 
De Almeida, 2017 Vera et al., 2016). In terms of the link between these two concepts, social 
support is found to act as a resource to allow work engagement to (De Almeida 
&Orgambídez-Ramos, 2017) Vera, Martínez, Lorente & Chambel (2016) find that supervisor 
and collegial support increases and strengthens work engagement. Increased levels of social 
support from supervisors and colleagues will strengthen the relationship between job 
autonomy and work engagement and employees will experience a more secure and 
supportive workplace (Vera et al., 2016). 
2.12.4 Social support as a moderator  
Social support has been shown to have an interaction effect in the relationship 
between stress and work engagement (Cohen & Wills, 1985; Maslach et al., 2001; Vera et al., 
2016). The moderating hypothesis (Dougherty & Kirmeyer, 1988) suggests that social 
support interrelates with the factors of stress, specifically in the affiliation between stress and 
strain, where a lack of social support will result in a stronger relationship between strain and 
stress.  
Social support as a moderator can also be explained by using the JD-R model, 
According to the JD–R model, job demands cause health issues such a stress and burnout and 
job resources (  such as social support) cause motivational  process such as work engagement 
(Bakker & Demerouti). In addition, the model specifies how resources (such as social support 
) decrease the experience of stress and burnout. Moreover, studies have shown that the JD–R 
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model can predict the experience of burnout and of work engagement (e.g. Demerouti, 
Bakker, Nachreiner & Schaufeli, 2001; Schaufeli & Bakker, 2004).  
Social support moderates stress in different areas, first social support cushions the 
impact of stressful events, stress response and preventing a stress evaluation response by 
providing the necessary resources to prevent the potential harm from occurring (Cohen & 
Wills, 1985). Secondly, it assists in the process of change by allowing the individual to feel 
less stressed about the change process, therefore, allowing the individual to adapt to the 
change (Cobb, 1976). Lastly, social support might provide a solution to work-related stress, 
helping the individual to cope positively with work stress (Cohen & Wills, 1985). 
Specifically, the provisions of social support (guidance, reliable alliance, reassurance of 
worth, attachment, social integration and nurturance) have been shown to influence and 
moderate against stress and adaption to stress (Cutrona & Russell, 1987). 
Figure 2.2 portrays the relationship between stress and burnout and the relationship 
between stress and work engagement as well as social support as a moderator on those 
relationships. 
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Figure 2.2 Model explaining the buffering effect of social support on the relationship 
of stress and burnout on one hand and work engagement on the other 
 In summary, the literature shows that there are significant relationships between 
stress, social support, burnout and work engagement. Social support has also been shown to 
act as a moderator in the relationship between job demands and occupational well-being 
outcomes (including burnout and work engagement). However, most studies have 
investigated source-specific social support (such as supervisor- or colleague support). The 
aim of the current study is to investigate the direct effect of different forms of social support 
on work engagement and burnout, as well as the moderating role of these forms of social 
support on the relationship between stress and burnout and between stress and work 
engagement. 
2.13  Research Questions 
The study investigates the following five specific research questions: 
1. Does social support (guidance, reliable alliance, reassurance of worth, 
attachment, social integration and nurturance) have a significant direct effect on 
burnout? 
2. Does social support (guidance, reliable alliance, reassurance of worth, 
attachment, social integration and nurturance) have a significant direct effect on work 
engagement? 
3. Does social support (guidance, reliable alliance, reassurance of worth, 
attachment, social integration and nurturance) moderate the relationship between stress 
and burnout? 
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4. Does social support (guidance, reliable alliance, reassurance of worth, 
attachment, social integration and nurturance) moderate the relationship between stress 
and work engagement? 
2.14  Summary 
 This chapter provided an overview of the current literature associated with 
well-being, specifically focusing on stress in particular and its relationships with social 
support, burnout and work engagements. The moderating effect of social support on the 
relationships between stress and burnout and stress and work engagement, was also explored. 
Finally, the research questions in the current study were stated. The following chapter 
addresses the methodology utilised in the study.  
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CHAPTER 3: RESEARCH METHOD 
3.1 Introduction 
In Chapter 2, an overview of the existing literature regarding the variables of interest 
in the study was provided. This chapter discusses the research method, sampling procedures, 
instrumentation and statistical analyses that were utilised. Finally, a discussion is given of 
ethical considerations taken into account in the study.  
3.2 Research Design 
A quantitative, cross-sectional, survey design was utilised for this study. Cross-
sectional studies are used to simultaneously observe and to measure  a population in a 
particular geographical area (Hemed, 2015). This type of research design can be seen as a 
snap shot of the population. Cross sectional research designs are generally easier, quick and 
cheap to employ. Using this research design allowed us to record and gain exposure to many 
risk factors and more than one outcome relating to the current study. 
3.3 Research Method 
3.3.1 Participants 
The participants in the study were required to be older than 18, working for at least a 
year and they had to be proficient in English. All participants had to provide informed 
consent. Participants were provided with the purpose of the study and information regarding 
the study, that information would be dealt with confidentially, that participation was 
voluntary and that they could back out of the study at any point without any repercussions. 
Both online and hard copy questionnaires were distributed. The online and hard copy 
distribution of the questionnaire resulted in 316 responses of which 30 cases (outliers and 
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cases with more than 10% incomplete responses) were deleted. A final sample of N=289 was 
obtained. Table 3.1 below shows the characteristics of the participants.  
Table 3.1  
Characteristics of participants  
Item Category Frequency Percentage 
Gender  Male  92 31.7 
 Female  198 68.3 
Marital status Single  103 35.5 
 Live with someone  30 10.3 
 Married  142 49 
 Divorce 10 3.4 
 Widow  4 1.4 
 Missing case  1 0.3 
Nationality  South African  286 98.6 
 other 4 1.4 
Race  African  65 22.4 
 Coloured  12 4.1 
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 Indian  10 3.4 
 White  199 68.6 
 Other  3 1.0 
Language  Afrikaans  132 45.5 
 English 21 7.2 
 Ndebele  2 0.7 
 Sepedi 83 28.6 
 Sesotho 7 2.4 
 Swati 3 1.0 
 Tsonga 4 1.4 
 Twana 16 5.5 
 Venda  4 1.4 
 Xhosa  6 2.1 
 Zulu  11 3.8 
 Other  1 0.3 
 Missing case 1 0.3 
Educational Level  Grade 9 5 1.7 
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 Grade 12 42 14.5 
 Certificate  21 7.2 
 1-year diploma  14 4.8 
 3-year diploma  36 12.4 
 Degree  17 25.2 
 Honours degree 59 20.3 
 Master’s degree 28 9.7 
 Doctoral degree 1 0.3 
 Other  11 3.8 
Industry  Admin and support 
services  
29 10 
 Agriculture 1 0.3 
 Arts, recreation and 
entertainment 
14 4.8 
 Health care  4 1.4 
 Hospitality and 
accommodation  
3 1 
 Retail trade  88 30.3 
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 Attorneys 2 0.7 
 Sport  30 10.3 
 Automotive 
industry 
2 0.7 
 Management 22 7.6 
 Transport 1 0.3 
 Construction 10 3.5 
 Manufacturing  10 3.5 
 University, college, 
school 
4 1.4 
 Education 7 2.4 
 Farming 1 0.3 
 Professional and 
scientific services  
5 1.7 
 Utilities  2 0.7 
 Finances and 
insurances  
2 0.7 
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 Public 
administration 
5 1.7 
 Government  4 1.4 
 Other  43 14.8 
 Missing cases 1 0.3 
 
Table 3.1 shows that the sample consisted of 68.3% female and 31.7 % male 
participants. White participants dominated the sample (68.6%) with 22.4% being made up of 
black participants. A little under half of the sample (45.5%) spoke Afrikaans as a home 
language, with the majority of the remainder speaking a variety of African languages. The 
majority of participants had an educational qualification of Grade 12 or higher, with only a 
small percentage (1.7%) having Grade 9 as their highest educational qualification. The mean 
age of participants was 37.70 (SD =12. 2), ranging from 18 to 65. Participants were 
employed between one and forty-two years, with a mean of 7.54 years employed (SD =7.9).  
3.3.2 Procedure 
The current study made use of an existing dataset, which was collected for a project 
on mental illness in the workplace. The data were collected by Masters students during 2016 
and 2017. The data were collected through electronic surveys distributed through an online 
platform (Survey Monkey) and the physical distribution of hard copies of the survey. The 
students distributed the surveys to friends, fellow students and working individuals and these 
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participants were asked to suggest others who might be willing to volunteer to fill out the 
survey as well.   
3.3.3 Measuring instruments  
A biographical questionnaire was included in the measurement battery to collect the 
necessary demographic information that allowed for a description of the sample. The 
demographic information included gender, marital status, nationality, race, home language, 
education level and field of work  
3.3.3.1 Depression anxiety and stress scale (DASS-21) 
To measure stress, the stress subscale of the DASS-21 was utilised (Lovibond & 
Lovibond, 1995). The DASS-21 was developed to determine whether stress is an 
independent, unique construct, or merely the same  as negative affect(Crawford & Henry, 
2005). The anxiety subscale of the DASS-21 was utilised in this study. The subscale consists 
of seven items such as “I found it difficult to relax”. The questionnaire takes on a four-point 
Likert-type response format ranging from” Never” to “Almost always”.  
The DASS-21 and its subscales have been demonstrated to have good internal 
consistency (Crawford & Henry , 2005), as well as face validity and convergent validity 
(Fisher, 2013). The DASS-21 has been validated globally (Crawford & Henry , 2005); 
Lovibond & Lovibond, 1995; Nurul Aim, Ramli & Salmiah, 2009). A validation study was 
done by Ramli (2009) who found the DASS-21 to have acceptable psychometric values for 
reliability, drawing Cronbach’s alpha of 0.75, 0.75 and 0.79 respectively for the depression, 
anxiety and stress subscales. Other studies in South Africa have found the scale to be valid 
(Stein et al., 2008; Lundgren et al., 2012). A South African study found the scale to have 
both discriminant validity and convergent validity in a non-clinical sample of working people 
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(Smith, 2016). Only the stress subscale was utilised in this study and a Cronbach’s alpha of 
0.87 was found (Smith, 2016).  
3.3.3.2 The South African (SA)Burnout Scale 
To measure burnout, the SA burnout scale was utilised (Asiwe, Hill &  Jorgensen, 
2014). The SA burnout scale was developed to measure the physical, emotional and cognitive 
aspects of burnout (Asiwe et al., 2014). The questionnaire takes on a seven-point Likert-type 
response format ranging from “never” to “always”. A higher score indicates a higher level of 
burnout. The questionnaire contains seventeen items. Samples of items are “I can’t 
concentrate while at work” (for cognitive weariness); “I feel weak at work” (for fatigue) and 
“I feel I am less connected to my work” (for emotional exhaustion). The scale has been found 
to be valid and reliable in the South African population in this study, a Cronbach alpha of .94 
was found. 
3.3.3.3 Social provisions scale 
To measure social support the Social Provisions Scale (Cutrona & Russell, 1987) was 
utilised. The scale was developed to measure six forms of social support, namely guidance, 
reassurance of worth, social integration, attachment, reliable alliance and nurturance (Carolyn  
Cutrona & Russell, 1987). The scale consists of 24 items on a Likert-type four-point response 
format, with one being  ‘strongly disagree’ and four ‘strongly agree’. There are four items per 
form of support. Sample items include “There are people I can depend on to help me if I 
really need it” and “I feel that I do not have close personal relationships with other people.” A 
higher score indicates a higher level of social support. Findings prove discriminant validity 
and reliability within the scale (Cutrona and Russell, 1987). The reliabilities of the individual 
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social provision subscales are acceptable with coefficient alphas ranging from .653 to .760 
(Cutrona & Russell, 1987)  
3.3.3.4 Utrecht work engagement scale-9 (UWES-9) 
To measure work engagement, the UWES nine-item version was utilised (Schaufeli et 
al., 2002). The scale was developed to measure the three dimensions of work engagement, 
namely vigour, dedication and absorption (Rothmann & Storm, 2003). The UWES is a self-
report questionnaire consisting of nine Likert-type items scored on a seven-point response 
format ranging from “never” to “always”. Sample items are “At my work, I feel bursting with 
energy” (vigour), “I am enthusiastic about my job” (dedication) and “Time flies when I am 
working” (absorption). A higher score on this scale means the individual experiences higher 
levels of work engagement. 
The scale was validated in many countries including South Africa (Balducci, 
Fraccaroli, & Schaufeli, 2010; Magerman, 2012; Seppälä et al., 2009; Storm & Rothmann, 
2003) In a vast majority of studies, good Cronbach alphas have been reported varying from 
0.81 to 0.85 for vigour, 0.83 to 0.87 for dedication and 0.75 to 0.83 for absorption (Seppälä et 
al., 2009).. In this study, a Cronbach’s alpha of .94 was found for the full scale. 
3.3.4 Statistical analysis 
Results were analysed by utilising the ©IBM Statistical Package for the Social 
Sciences (©SPSS) version 25 (1989, 2017). This study used descriptive and inferential 
statistics to answer the research questions. 
Descriptive statistics measured were skewness, kurtosis, standard deviations, means 
and frequencies. The cut-off points for skewness was -2 to +2 and for kurtosis >4 (George 
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and Mallery, 2003). Inferential statistics included a correlational analysis and moderated 
hierarchical regression analyses. Correlations were measured to determine the strength and 
direction of relationships between the variables of interest. Cohen’s criteria for effect sizes 
were used: a correlation coefficient of >2 represents a small effect, a correlation coefficient 
of >5 represents a medium effect and a correlation coefficient of >8 represents a large effect 
(Cohen, 1998). 
Moderated hierarchical regression analyses were performed to determine the 
moderating effect of social support on the relationship between stress on the one hand and 
burnout and work engagement on the other. In each regression, the respective dependent 
variable was entered (work engagement or burnout). Then, the independent variables (stress) 
were entered in the first step of each regression. In the second step, the respective forms of 
social support were entered (guidance, social integration, attachment, reliable alliance, 
reassurance of worth and nurturance). In the third step, the interaction was entered 
(stressXguidance, stressXsocial integration, stressXattachment, stressXreliable alliance, 
stressXreassurance of worth and stressXnurturance). A significant R square change in each 
step indicated that the step was significant. A significant R square change in the third step 
will indicate that the particular social support dimension moderates the relationship between 
stress and the dependent variable (either burnout or work engagement). The criterion for 
significance for the interaction effect was set at p<0.1 (Aguinis, 1995, Aiken & West, 1991).  
 3.3.5 Ethical considerations 
A secondary dataset was utilised for this study as it forms part of a project on mental 
illness in the workplace. The original data collection adhered to ethical principles. 
Participants were informed of the purpose of the study and that participation was voluntary 
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and participants also agreed for the data to be used in this type of study and were informed 
the data will be used for future studies . No identifying particulars were asked and 
participants were assured of confidentiality. Participants were also informed that they are 
free to discontinue with the study at any point in time without any negative consequences to 
themselves. Furthermore, consent was also obtained to use the dataset in future studies. 
Questionnaires could be completed electronically or in hard copy. Completed electronic 
surveys were submitted to a portal, therefore, participants remained anonymous. For hard 
copies, informed consent forms were completed and taken in separately from the research 
questionnaire to maintain anonymity. Completed questionnaires were placed in self-seal 
envelopes provided and collected by the researchers. The contact details of a counselling 
psychologist were provided in case the questionnaire elicited any concerns. 
 Hard copies of questionnaires are stored in a secure location on the campus of the 
University of Johannesburg and will be kept for five years, after which they will be 
destroyed. Datasets (which are completely anonymous) are stored on password protected 
computers and will be kept indefinitely. Ethical clearance to conduct the studies was 
obtained from the relevant university ethics committees. This study obtained ethical 
clearance from the College of Business and Economics’ research ethics committee at the 
University of Johannesburg, with ethical clearance number IPPM-2018-245 (M).  
3.5 Summary 
This chapter focused on the methodology utilised in the current study. The research 
design, research procedure, data gathering instruments and statistical analyses used in the 
study, were also discussed. Following this, the ethical aspects of the study were considered. 
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CHAPTER 4: RESULTS  
4.1 Introduction 
 The previous chapter addressed the research design utilised in the study. This 
chapter presents the results of the study. First, descriptive statistics are provided then the 
results of the correlation analysis are presented, followed by the results of the moderated 
hierarchical multiple regressions. 
4.2 Description of Sample 
Table 4.1 indicates the descriptive statistics of the study by indicating the mean, 
standard deviation, skewness and kurtosis of the variables. The table 4.1 shows that the 
sample was normally distributed with acceptable skewness and kurtosis values that are 
within the acceptable cut off points of (-2||2) for skewness and (-4||4) for kurtosis (Brown, 
1997, George & Mallery, 2010).  
Table 4.1  
Descriptive statistics of variables  
 Mean Std. Deviation Skewness Kurtosis 
Stress 5.98 5.18 1.27 1.91 
Burnout 46.96 17.76 .45 -.43 
Work 
engagement  
36.1 11.37 -.67 -.36 
Social support  32.2 4.93 -.33 -.43 
Guidance  13.30 2.32 -0.5 .29 
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Reassurance 
worth 
12.38 2.18 -.24 .29 
Social 
integration 
11.43 1.43 -.39 .29 
Attachment  12.79 2.14 -.47 .29 
Nurturance 13.4 2.14 -.68 .29 
Reliable 
alliance 
13.4 2.29 -.65 .29 
Table 4.2 represents the significant and non-significant correlation between all relevant variables in the current study. 
Table 4.2  
Pearson correlations of variables  
Variables 1 2 3 4 5 6 7 8 9 
1. Stress 1.00         
2. Burnout .65* 1.00        
3. Work   
engagement  
-.33** -.64** 1.00       
4. Guidance  -.18** -.28** .21** 1.00      
5. Reassurance of 
worth 
-.28** -.34 .30** .72** 1.00     
6. Social 
integration 
-.08 -.16** .10 .52** .51** 1.00    
7. Attachment -.24** -.30** .16** .79** .7** .50** 1.00   
45 
 
8. Reliable 
alliance  
-.19** -.30** .23** .80** .72** .45** .75** 1.00  
9. Nurturance  -.04 -.15* .13* .50** .50** .40** .50** .57** 1.00 
*Statistically Significant Correlation p<0.05 
** Statistically Significant Correlation p<0.01 
Table 4.2 shows that stress had a significant positive relationship with burnout (r 
=.65, p<.05) (medium effect). Stress also showed negative relationships with work 
engagement (r=-.33, p<.01) (small effect); guidance (r=-.18, p<.01) (small effect); 
reassurance of worth (r=-.28, p<.01) (small effect); attachment (r= -.24, p<.01) (small effect) 
and reliable alliance (r=-.19, p<.01) (small effect). 
Burnout had significant negative relationships with work engagement (r= -.64, p< .01) 
medium effect); guidance (r= -.28, p< .01) (small effect); social integration ( r=-.16, p<.01) 
(small effect); attachment (r=-.30, p< .01) (small effect); reliable alliance (r=-.30, p<.01) 
(small effect) and nurturance (r=-.15, p< .05) small effect. 
Work engagement had significant positive relationships with guidance (r=.21, p<.01) 
(small effect); reassurance of worth (r=.30, p<.01) (small effect); attachment  (r=.16, p<.01) 
(small effect); reliable alliance (r=.23, p<.01) (small effect) and nurturance (r=.13, p<.05) 
(small effect). 
Guidance had significant positive relationships with reassurance of worth (r=.72, 
p<.01) (medium effect); social integration (r=.52, p<.01) (medium effect); attachment (r=.79, 
p<.01) (medium effect); reliable alliance (r=.80, p<.01) (large effect) and nurturance (r=.50, 
p<.01) (medium effect). 
Reassurance of worth had significant positive relationships with social integration 
(r=.51, p<.01) (medium effect); attachment (r=.70, p<.01) (medium effect); reliable alliance 
(r=.72, p, .01) (medium effect) and nurturance (r=.50, p<.01) (medium effect).  
Attachment had significant positive relationships with reliable alliance (r=.75, p<.01) 
(medium effect) and nurturance (r=.50, p< .01) (medium effect). Reliable alliance had a 
positive significant relationship with nurturance (r=.57, p< .01) (medium effect). 
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4.3 Regression Analyses 
4.3.1 Moderated hierarchical multiple regression analysis 
In order to determine the moderating effect of social support on the relationship 
between stress on the one hand and burnout and work engagement on the other, moderated 
hierarchical multiple regression analyses were performed. Before analyses were performed, 
the requirements for multiple regression were satisfied, in terms of normality, linearity, 
multicollinearity and homoscedasticity. The criteria to determine significant interactions was 
relaxed and set at <.10 (Agunis, 1995, Aiken & West, 1991). Where interactions were not 
significant, significant direct effects were examined.  
4.4 The moderator effect of social support between stress and burnout 
The following regression analyses aimed to determine the interaction effect of social 
support on the relationship between stress and burnout. Table 4.4.1 to Table 4.4.6 show the 
results of these analyses. 
Table 4.4.1 shows results for the moderating effect of guidance on the relationship between 
stress and burnout. 
Table 4.4.1  
The moderator effect of guidance between stress and burnout 
Variable Step 1 Step 2 Step 3 
Unstandardised regression coefficients (b) 
Constant  46.96 46.96 46.88 
Stress 2.22** 2.12 2.10 
Guidance  -1.29** -1.32 
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Stress x guidance   -.04 
Model r2 .42** .45** .45 
Model r2 .42** .03** .00 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.4.1, stress was added in the first step. This was 
significant [R2=.42; F (1, 286) = 206.945; p = .000]. In the second step, Guidance was added; 
the analysis showed that guidance explained 3% of the variance and this was significant 
[R2=.03; F (1, 285) = 14.110; p = .000]. In the third step, the interaction effect was added, 
and this was not significant [R2=.001; F (1, 284) = .260; p = .610]. Guidance, however, 
had a significant direct effect on burnout. 
Table 4.4.2 shows results for the moderating effect of social integration on the relationship 
between stress and burnout. 
Table 4.4.2  
The moderator effect of social integration on the relationship between stress and burnout. 
Variable Step 1 Step 2 Step 3 
Unstandardised regression coefficients (b) 
Constant  46.96 46.96 46.91 
Stress 2.22** 2.19 2.18 
Social integration  -1.34 -1.38 
Stress x social 
integration 
  -.10 
Model r2 .42 .43 .43 
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Model r2 .42 .01 .00 
 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.4.2, stress was added in the first step. This was 
significant [R2=.42; F (1, 285) = 206,222; p = .000]. In the second step, social integration 
was added, the analysis showed that it explained 1% of the variance and this was not 
significant [R2=.11; F (1, 284) = 5.740; p = .170]. In the third step, the interaction effect 
was added, and this was not significant [R2=.43; F (1, 283) = .701; p = .403]. Social 
integration also did not have a direct effect on burnout.  
Table 4.4.3 shows results for the moderating effect of attachment on the relationship between 
stress and burnout. 
Table 4.4.3  
The moderator effect of attachment on the relationship between stress and burnout 
Variable Step 1 Step 2 Step 3 
Unstandardised regression coefficients (b) 
Constant  46.96 46.96 46.87 
Stress 2.22** 2.10 2.08 
Attachment   -1.10* -1.12 
Stress x attachment   -.03  
Model r2 .42** .44* .44 
Model r2 .42** .02* .00 
p< 0.05*    
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p<0.01** 
 As shown in Table 4.4.3, stress was added in the first step. This was 
significant [R2=.42; F (1, 287) = 207,669; p = .000]. In the second step, attachment was 
added, the analysis showed that it explained 2% of the variance and this was significant 
[R2=.02; F (1, 286) = 10.290; p = .010]. In the third step, the interaction effect was added, 
and this was not significant [R2=.000; F (1, 285) = .189; p = .664]. However, attachment 
had a direct effect on burnout.  
Table 4.4.4 shows results for the moderating effect of reliable alliance on the relationship 
between stress and burnout. 
Table 4.4.4  
The moderator effect of reliable alliance on the relationship between stress and burnout 
Variable Step 1 Step 2 Step 3 
Unstandardised regression coefficients (b) 
Constant  46.96 46.96 46.89 
Stress 2.22** 2.10 2.08 
Reliable alliance   -1.39** -1.42 
Stress x reliable 
alliance  
  -.03 
Model r2 .42** .45** .45 
Model r2 .42** .03** .00 
p< 0.05* 
p<0.01** 
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 As shown in Table 4.4.4, stress was added in the first step. This was 
significant [R2=.42; F (1, 287) = 207.669; p = .000]. In the second step reliable alliance was 
added, the analysis showed that it explained 3% of the variance and this was significant 
[R2=.03; F (1, 286) = 16.139; p = .000]. In the third step, the interaction effect was added, 
and this was not significant [R2=.45; F (1, 285) = .168; p = .683]. Reliable alliance had a 
direct effect on burnout; however, the interaction effect was insignificant. 
Table 4.4.5 shows results for the moderating effect of reassurance on the relationship 
between stress and burnout. 
Table 4.4.5  
The moderator effect of reassurance of worth on the relationship between stress and 
burnout. 
Variable Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  46.96 46.96 47.01 
Stress 2.22** 2.05 2.06 
Reassurance of 
worth 
 -1.46** -1.45 
Stress X 
Reassurance of 
worth 
  .01 
Model R2 .42** .45** .45 
Model R2 .42** .03** .00 
p< 0.05* 
p<0.01** 
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 As shown in Table 4.4.5, stress was added in the first step. This was significant 
[R2=.42; F (1, 284) = 205.498; p = .000]. In the second step reassurance of worth was added, 
the analysis showed that it explained 3% of the variance and this was significant [R2=.03; 
F (1, 283) = 15.267; p = .000]. In the third step, the interaction effect was added, and this 
was not significant [R2=.45; F (1, 282) = .036; p = .849]. Reassurance of worth did have a 
direct effect on burnout.Table 4.4.6 shows results for the moderating effect of nurturance on 
the relationship between stress and burnout. 
Table 4.4.6  
The moderator effect of nurturance on the relationship between stress and burnout 
Variable Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  46.96 46.96 46.89 
Stress 2.22** 2.20 2.21 
Nurturance  -1.00** -.99 
Stress X nurturance   .03 
Model R2 .42** .43** .44 
Model R2 .42** .01** .00 
p< 0.05* 
p<0.01** 
   
 As shown in Table 4.4.6, stress was added in the first step. This was 
significant [R2=.42; F (1, 283) = 204.774; p = .000]. In the second step, nurturance was 
added, the analysis showed that it explained 1% of the variance and this was significant 
[R2=.01; F (1, 282) = 7.226; p = .008]. In the third step, the interaction effect was added 
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and this was not significant [R2=.00; F (1, 281) = .141; p = .707]. Nurturance did have a 
direct effect on burnout.  
4.5 The moderator effect of social support on work engagement  
 The following regression analyses were aimed at determining the interaction 
effect of social support on the relationship between stress and work engagement. Tables 
4.5.1 to 4.5.6 show the results of this analysis. 
Table 4.5.1 shows results for the moderating effect of guidance on the relationship between 
stress and work engagement. 
Table 4.5.1 
The moderating effect of guidance on the relationship between stress and work 
engagement 
Variable Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  36.10 36.10 36.05 
Stress -.72** -.66 -.67 
Guidance  .78** .77 
Stress X Guidance   -.02 
Model R2 .11** .13** .13 
Model R2 .11** .03** .00 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.5.1, stress was added in the first step. This was 
significant [R2=.11; F (1, 286) = 34.613; p = .000]. In the second step, guidance was added, 
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the analysis showed that it explained 3% of the variance and this was significant [R2=.03; 
F (1, 285) = 8.054; p = .005]. In the third step, the interaction effect was added, and this was 
not significant [R2=.13; F (1, 84) = .125; p = .723]. Guidance did have a direct effect on 
work engagement. 
Table 4.5.2 shows results for the moderating effect of social integration on the relationship 
between stress and work engagement. 
Table 4.5.2  
The moderating effect of social integration on the relationship between stress and work 
engagement 
Variable Step 1 Step 2 Step 3 
Unstandardised regression coefficients (b) 
Constant  36.10 36.10 36.09 
Stress -.72** -.71 -.71 
Social integration  .61 .60 
Stress X integration    -.02 
Model R2 .11** .11 .11 
Model R2 .11** .01 .00 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.5.2, stress was added in the first step. This was 
significant [R2=.11; F (1, 285) = 34.492; p = .000]. In the second step, social integration was 
added, the analysis showed that it explained 0.6% of the variance and this was not significant 
[R2=.01; F (1, 284) = 1.876; p = .172]. In the third step, the interaction effect was added, 
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and this was not significant [R2=.11; F (1, 283) = .043; p = .836]. Social integration also 
did not have a direct effect on work engagement. 
Table 4.5.3 shows results for the moderating effect of attachment on the relationship between 
stress and work engagement. 
Table 4.5.3  
The moderating effect of attachment on the relationship between stress and work 
engagement 
Variable Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  36.10 36.10 36.09 
Stress -.72** -.68 -.68 
Attachment   .40 .40 
Stress x attachment    -.00 
Model r2 .11** .11 .11 
Model r2 .11** .01 .00 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.5.3, stress was added in the first step. This was 
significant [R2=.11; F (1, 287) = 34.734; p = .000]. In the second step, attachment was added, 
the analysis showed that it explained 0.6% of the variance and this was not significant 
[R2=.01; F (1, 286) = 2.095; p = .149]. In the third step, the interaction effect was added, 
and this was not significant [R2=.14; F (1, 285) = .001; p = .973]. Attachment also did not 
have a direct effect on work engagement. 
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Table 4.5.4 shows results for the moderating effect of reliable alliance on the relationship 
between stress and work engagement. 
Table 4.5.4  
The moderating effect of reliable alliance on the relationship between stress and work 
engagement 
Variable Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  36.10 36.10 36.07 
Stress -.72** -.65 -.66 
Reliable alliance   .87** .87 
Stress X reliable 
alliance  
  -.01 
Model R2 .11** .14** .14 
Model R2 .11** .03** .00 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.5.4, stress was added in the first step. This was 
significant [R2=.11; F (1, 287) = 34.734; p = .000]. In the second step reliable alliance was 
added, the analysis showed that it explained 3% of the variance and this was significant 
[R2=.03; F (1, 286) = 9.880; p = .002]. In the third step, the interaction effect was added, 
and this was not significant [R2=.000; F (1, 285) = .034; p = .854]. However, reliable 
alliance had a direct effect on work engagement. 
Table 4.5.5 shows results for the moderating effect of reassurance of worth on the 
relationship between stress and work engagement 
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Table 4.5.5  
The moderating effect of reassurance of worth on the relationship between stress and work 
engagement. 
Variable Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  36.10 36.10 36.00 
Stress -.72** -.60 -.63 
Reassurance Worth  1.04** 1.02 
Stress X 
Reassurance Worth 
  -.03 
Model R2 .11** .15** .15 
Model R2 .11** .04** .00 
* p<0.05 
** p<0.01 
As shown in Table 4.5.5, stress was added in the first step. This was significant 
[R2=.11; F (1,284) =34.371; p=.000]. In the second step reassurance of worth was added, the 
analysis showed that it explained 4% of the variance and this was significant [R2=.04; F 
(1,283) =12.178; p=.001]. In the third step, the interaction effect was added and this was not 
significant [R2=.15; F (1,282) =.307; p=.580]. However, reassurance of worth had a direct 
effect on work engagement.  
Table 4.5.6 shows results for the moderating effect of nurturance on the relationship between 
stress and work engagement. 
Table 4.5.6 
58 
 
The moderating effect of nurturance on the relationship between stress and work 
engagement 
VARIABLE Step 1 Step 2 Step 3 
Unstandardised Regression Coefficients (b) 
Constant  36.10 36.10 36.10 
Stress -.72** -.71 -.71 
nurturance  .60* .59 
Stress X nurturance    -.02 
Model R2 .11** .12* .12 
Model R2 .11** .01* .00 
* p<0.05 
** p<0.01 
   
 As shown in Table 4.5.6, stress was added in the first step. This was 
significant [R2=.11; F (1, 283) = 34.250; p = .000]. In the second step, nurturance was added, 
the analysis showed that it explained 1% of the variance and this was significant [R2=.01; 
F (1, 282) = 4.070; p = .045]. In the third step, the interaction effect was added, and this was 
not significant [R2=.00; F (1, 281) = .073; p = .788]. Nurturance did have a direct effect on 
work engagement  
In summary, no significant interactions were found for any of the social support 
dimensions (guidance, reliable alliance, reassurance of worth, attachment, social integration 
and nurturance) between stress and burnout, or between stress and work engagement. All 
social support dimensions except social integration significantly predicted burnout. Four of 
the social support dimensions (guidance, reliable alliance, reassurance of worth, attachment, 
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social integration and nurturance) significantly predicted work engagement. No significant 
direct effects were found for attachment and social integration on work engagement. 
4.6 Summary  
 This chapter presented the results of the study, first, the results of the 
correlation analysis and secondly, the results of the moderated hierarchical regression 
analyses. In the following chapter, the results will be discussed. 
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CHAPTER 5: DISCUSSION 
5.1 Introduction 
 This chapter provides a discussion of the results presented in the previous chapter. 
The main findings of the study are discussed and the extent to which the findings in the 
current study are consistent with the existing literature is explored. Possible reasons for 
unexpected findings are provided.  
5.2 Aim of the study  
The aim of this study was to investigate the following research questions: 
• Does social support (guidance, reassurance of worth, nurturance, social 
integration, reliable alliance and attachment) have a significant direct effect on work 
engagement? 
• Does social support (guidance, reassurance of worth, nurturance, social 
integration, reliable alliance and attachment) moderate the relationships between 
stress and work engagement? 
• Does social support (guidance, reassurance of worth, nurturance, social 
integration, reliable alliance and attachment) have a significant effect on burnout? 
• Does social support (guidance, reassurance of worth, nurturance, social 
integration, reliable alliance and attachment) moderate the relationship between 
stress and burnout 
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5.3 Significant correlations  
A significant positive relationship was found between stress and burnout. This is line 
with the findings of other studies (Chenoweth et al., 2002, Constable & Russell, 1986; 
D’Souza, Egan & Rees, 2011 Maslach et al., 2001).  
Stress also showed a significant negative relationship with work engagement. This is 
in line with past studies that also found such a relationship (Bakker & Demerouti, 2007; 
Demerouti & Bakker, 2008; ; Padula et al., 2012; Schaufeli & Bakker, 2004Wright, 2009). In 
the current study, stress also showed a negative relationship with the following social support 
dimensions: guidance, reassurance of worth, attachment  and reliable alliance (Cutrona & 
Russell, 1987). This is expected, given that undesirable feelings and emotions derived from 
stressful events have been proven to be reduced due to the presence of social support, thus 
helping the individual cope with negative events (Cutrona & Russell, 1990). Theoretically, it 
makes sense that factors such as advice and assistance from others, recognition of our 
competence and ability to cope, having close relationships with others and knowing that we 
can depend on others, will have a negative relationship with stress. Social integration and 
nurturance did not have significant relationships with stress and may not be that important for 
participants in this study.  
Burnout showed significant negative relationships with guidance, social integration, 
attachment, reliable alliance and nurturance. This in line with other studies, which found that 
social support decreases the likelihood of burnout being experienced whereby social support 
helps them cope with burnout and can prevent burnout from occurring (Lloyd et al., 2002; 
Takeda et al., 2005) 
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Work engagement was found to have positive relationships with guidance, 
reassurance of worth, attachment, reliable alliance and nurturance. This is in line with studies, 
which found that the presence of social support will likely increase work engagement (; 
Bakker et al., 2010; Demerouti & Bakker, 2011; Orgambídez-Ramos & De Almeida, 2017 
Schaufeli & Bakker, 2004; Padula et al., 2012; Chambel, Lorente & Vera, 2016 ). It could be 
concluded that social support allows the employee to feel secure and to create a psychological 
connection to the organisation, which increases engagement (Orgambídez-Ramos & De 
Almeida, 2017).  
Kahn (1990) reports that positive relationships and interactions with colleagues is 
likely to enhance work engagement, which in turn enables employees to find meaning in their 
jobs. (Gersick, Bartunek, & Dutton, 2000; Kahn, 1990), security and resilience (Ryan & 
Deci, 2001). Thus, it is expected that having support allows the individual to feel safe and 
secure thereby enabling him/ her to be able to engage in his/ her work.  
5.4 Hierarchical moderated regression  
Hierarchical moderated regression analyses were performed to investigate the 
moderating effect of social support on the relationship between stress and burnout and 
between stress and work engagement. No significant interactions were found for any of the 
interactions investigated. In other words, none of the six dimensions of social support 
moderated the relationship between stress and burnout, or between stress and work 
engagement. The lack of any significant interactions was unexpected and counterintuitive. 
Several studies have shown that social support acts a moderator between various variables 
(Ali khalafi, 2014; Cassidy, 1999, Cohen & Wills, 1985; Kim et al., 2018; Kirmeyer & 
Dougherty, 1988; Maslach et al., 2001; Vera et al., 2016).  
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Studies have also shown that social support can mitigate against the negative effects 
of stress by enhancing resilience, therefore, individuals who can be considered to have more 
social support will have more coping abilities to combat stress  (Ali khalafi, 2014; Cassidy, 
1999,; Kim et al., 2018). Research has also shown that social support can act as a moderator 
between stress and work engagement (Vera et al., 2016).  
 There are several explanations for the insignificant findings in terms of interaction 
effects. First, the results may be sample-specific. Secondly, the mean score for stress in the 
sample falls within the normal range; perhaps, more significant interactions would be 
observed in a group with higher levels of stress. Thirdly, it may simply be that the particular 
provision of social support investigated in the study do not influence the strength of the 
relationship between stress and burnout and between stress and work engagement. In terms of 
significant direct effects, guidance, attachment, reliable alliance, reassurance of worth and 
nurturance significantly predicted burnout. These direct effects prove that these particular 
dimensions of social support have an influence on the experience of burnout and, as such, 
play a vital role in psychological well-being. Many other studies confirm a significant effect 
of social support on burnout (Burke & Richardsen, 1993;Constable & Russell, 1986; Cordes 
& Dougherty, 1993). In terms of the specific dimensions studied in this research, hardly any 
studies could be found. In a study done on teachers, only reassurance of worth was strongly 
related to burnout, explaining that reassurance of worth can increase their self-confidence and 
self-efficacy to better cope with burnout (Cutrona & Russell, 1987).  
In terms of direct effects of social support on work engagement, guidance, 
reassurance of worth, reliable alliance and nurturance significantly predicted work 
engagement. This is on par with other research which demonstrates the impact of other types 
of social support on work engagement (Demerouti & Bakker, 2008; Padula et al., 
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Orgambídez-Ramos & De Almeida, 2017; Schaufeli & Bakker, 2004; Vera et al., 2016). No 
studies could be found that investigate the relationship between the six dimensions in this 
study specifically and work engagement. Social integration (sense of belonging) and 
attachment (a sense of emotional security) were found to be insignificant. As stated above, 
social integration could be seen as a distraction from fully immersing in one’s work and 
individuals might not feel that emotional security is important within the work environment.  
In summary, results showed that guidance, attachment, reassurance of worth, 
nurturance, social integration and reliable alliance do not influence the durability of the 
relationship between stress on the one hand and burnout and work engagement on the other. 
However, most of these social support dimensions significantly predicted burnout and work 
engagement. The results show that different forms of social support, regardless of their 
source, can influence the experience of burnout and work engagement in such a way as to 
enhance well-being at work. This supports the idea of spill-over between work and personal 
life, as a particular form of social support may have been obtained in the individual’s non-
work life, yet it has an impact on workplace-specific health outcomes. 
5.5 Summary of chapter 
In this chapter, the findings were discussed and compared to the existing literature. 
The significant correlations were discussed as well as the significant results of the 
hierarchical regressions. In Chapter 6, the limitations, implications and conclusions will be 
discussed. 
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CHAPTER 6: CONCLUSIONS AND RECOMMENDATIONS 
6.1 Introduction 
This chapter provides a broad overview of the study. The main findings of the study 
are presented, and the practical and theoretical implications thereof are considered. 
Limitations regarding the research are mentioned and, finally, recommendations for future 
research are made. 
6.2 Reasons for undertaking the study  
 The positive effects of work engagement, and the adverse effects of burnout 
and stress, on employees, are of much interest to the workplace. It is important to determine 
the factors that can mitigate against the negative effect of stress on burnout and work 
engagement. Social support may be one method of mitigating against adverse effects of 
stress.  
6.3 Limitations of the Study 
A few limitations were found in this study. First, the current study aimed to gain a 
fairly distributed representation of all South Africa’s race groups, namely White, African, 
Coloured and Indian individuals. However, the results were mostly obtained from the White 
race group and most were Afrikaans speaking. Results can therefore not be generalised to all 
working persons in South Africa.  Secondly, self-report questionnaires were utilised, 
therefore, participants may have answered in a favourable manner as opposed to being 
completely honest. The sample’s level of stress was in the normal range and a sample with 
higher levels of stress may have produced different results. If stress levels are normal, the 
role of social support in buffering against stress may be obscured. The study was cross-
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sectional, therefore, a longitudinal study, which measured stress over time (in other words, 
variations in stress levels over time), may have yielded different results. Results regarding 
causal relationships can also be obtained in a longitudinal study. 
6.4 Implications of Study  
In terms of theory, this study has contributed to the existing body of knowledge 
regarding the relationship between social support and stress, burnout and work engagement 
in the workplace. More specifically, the study provided local knowledge regarding the 
influence of particular dimensions of social support (guidance, social integration, reliable 
alliance, reassurance of worth, attachment and nurturance) on the relationship between stress 
and burnout on one hand and work engagement on the other hand, which has thus far not 
received research attention in South Africa.  
Practically, the study confirms the relationship between social support and 
occupational health factors (stress, burnout and work engagement). The study shows that the 
type of support is important in enhancing workplace well-being and that it does not have to 
originate in the workplace to be of value at work. Employers and employees should be aware 
of this so that it can be incorporated in supportive programmes and interventions such as 
wellness programmes. 
6.5 Recommendations for future studies 
Future studies should include more kinds of social support to examine possible 
moderator effects. In addition, the effect of the six social support dimensions examined in 
this study on organisational outcomes such as turnover intention, organisational commitment 
and job satisfaction should be investigated. A more heterogenous sample will help to 
determine demographic and industry differences in terms of the experience of social support.  
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6.6 Conclusion  
This study aimed to investigate the moderating effect of social support (guidance, 
social integration, attachment, reliable alliance, reassurance of worth and nurturance) on the 
relationship between stress and burnout on one hand and stress and work engagement on the 
other hand. Direct effects of the dimensions of social support on burnout and work 
engagement were also examined. Findings indicated that social support (guidance, social 
integration, attachment, reliable alliance, reassurance of worth and nurturance) did not 
moderate the relationship between stress and burnout, or between stress and work 
engagement. However, it was found that in the relationship between stress and burnout, 
social support provisions, namely guidance, attachment, reliable alliance, reassurance of 
worth and nurturance predicted burnout, with higher levels of social support correlating with 
lower levels of burnout. In the relationship between stress and work engagement, social 
support, namely guidance, reassurance of worth, reliable alliance and nurturance, predicted 
work engagement, with higher levels of support correlating with higher levels of work 
engagement.  
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